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ARTICLE INFO ABSTRACT

This study aims to identify the factors that can determine Human Resource
Information System (HRIS) readiness, in the context of technology readiness in
Statistics Central Agency (BPS) as a public organization in Indonesia. This research
is related to organizational readiness theory in terms of information technology
support according to several references. The research was carried out using a cross-
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(EFA), two dimensions were extracted, namely "Perceptions of the HR System
Characteristic" and "Perceptions of the HR System Sustainability." Moreover, this
study suggests not only focusing on the development process of HRIS, as indicated
by the first dimension, but also on maintaining HRIS in accordance with internal and
external development processes.
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1. Introduction

The rapid advancement of information technology has penetrated various fields (Caldeira & Ward,
2002; Munir & Djaelani, 2022). The industrial revolution's success may be influenced by the digital
technology's quick development (Frank et al., 2019; Tsaramirsis et al., 2022), where major changes
have occurred in the community and also the organizational environment (Agarwal et al., 2010;
Majchrzak et al., 2016). Digital transformation in the public sector or government agencies is vital and
unavoidable (Alvarenga et al., 2020; Eom & Lee, 2022). With digital transformation, public
organizations or the government sector will become one of the key strategies for improving services to
the community, empowering customers, streamlining operations and business processes, and creating
new models of the smart cities concept (Curtis, 2019).

Furthermore, for an organization to achieve a competitive advantage, one of the important factors
required is the human resources management (Crook et al., 2011; Kraiger et al., 2014). In managing
human resources in organizations, one of the factors deemed necessary is how to implement
information system-based human resource management (Mauro & Borges-Andrade, 2020).
Information technology appears to be the main facilitator for establishing innovative intellectual
capital development policies and practices (Noe et al., 2014). According to research conducted by
Troshani et al. (2011), the adoption process from the Human Resource Information System (HRIS) to
the public sector can be more challenging in comparison to the private sector for various reasons and
causes. For example, the basic goals of the public sector are very different from those of the private
sector, where the private sector prioritizes economic considerations and profit-making.

In Indonesia, HRIS has become one of the prioritizations in public organizations by the
government to process information technology transformation through an Electronic-Based
Government System, known as SPBE. The latest publication related to SPBE was issued by the
Coordinating Ministry, Ministry of State Apparatus Utilization and Bureaucratic Reform
(KemenPAN-RB). Based on this publication, the national SPBE Maturity Level index for 2022 is 2.34
or equivalent to the scale of “Enough” (from four scales: Excellent, Good, Enough, and Poor), with a
participation rate of 554 (five hundred and fifty-four) out of 638 (six hundred thirty-eight) Central and
Regional Indonesian Government Institution (Indonesia, 2022). From this point of view, it is essential
to accelerate the development process in information technology, including how public organizations
develop and implement HRIS.

Additionally, several studies have been conducted to measure the level of organizations’ readiness
to implement HRIS; for instance, the studies conducted by Parasuraman (2000), and Mauro & Borges-
Andrade (2020). However, there are still some gaps which can be an opportunity for further studies to
address them. Parasuraman (2000) stated that comparative studies of technological readiness across
nations, cultures, populations, and time are required. This is noted, along with the rapid development
of information technology, and the role of HR management, which is becoming increasingly vital (da
Silva et al., 2022). Further studies or research are needed to refine the definition and measurement of
the readiness process concerning information systems within organizations, particularly in the context
of Human Resources (HR), also referred to as the Human Resource Information System (HRIS). This
is especially important for public organizations or government agencies in Indonesia, given its status
as a developing country with a large population (Alvarenga et al., 2020). In other words, the
acceptance and adoption of HRIS in the public sector remains an under-researched phenomenon
(Alkhwaldi et al., 2023). Therefore, the study conducted will contribute to the development of the
concept of technology readiness in HR management by determining the factors that can be used to
measure HRIS readiness aspects in public organizations.

2. Literature Review

Case studies or research conducted by Broderick & Boudreau (1992) found that the HRIS is closely
related to the composition of databases, computer applications, hardware, and software required to
collect, store, manage, send, present, and manipulate data on HR. This is also in line with research
conducted by Kassim et al (2012) who also found that an organization's human resources can be
collected, stored, processed, analysed, retrieved, and distributed using an HRIS. The HR system itself
was first implemented in the 1960s as a medium for storing HR data related to employee profiles and
descriptions of positions in the organization, including its linkage to the payroll processing function
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(Tannenbaum I. Scott, 1990). With the rapid development of information technology and the paradigm
of the Industrial Revolution 4.0, da Silva et al. (2022) built a conceptual framework consisting of four
components: HR Strategy, HR Management, HR Digitalization, and HR Competence, where HRIS
being part of the HR Digitalization component. This component, in its conceptual framework, is
expected to support the HR management business processes within the organization, making them
more efficient and effective.

Furthermore, the concept of HRIS as a support in the context of viewing organizational readiness
theory has received quite significant attention in previous studies. The readiness context is well
established in research with the theory of readiness first introduced by Jacobson (1957). One of the
applications related to readiness is that it can be observed, for example, on the side of organizational
readiness to change, as defined by Weiner (2009). Concerning the technology readiness and its
relationship with the process of change in organizations, one of the studies supporting this is research
conducted by Xiao et al. (2022). This study investigates the factors that drive the process of digital
transformation change in government organizations in China. According to this research, technology
readiness plays an important role in the intention to transform within the organization. In addition, to
carry out measurements related to the technological aspect, Parasuraman (2000) has built a technology
readiness index that can assess technology readiness for customers from both internal and external
organizations, so that appropriate decisions can be made related to the process of design,
implementation, and managing the relationship between employees and technology. The latest research
related to technology readiness was conducted by Mauro & Borges-Andrade (2020) to identify relevant
aspects in achieving the potential of HRIS. By reviewing the references that have been described, it can
be concluded that technology readiness has been widely used, and in the context of HR/HRIS
management, further research can be carried out to identify how technology readiness can support the
HR management process in organizations, specifically in government institutions in Indonesia.

Moreover, some previous studies investigated the concept of technology readiness in terms of
theories, hypotheses, etc. The first is the research model proposed by Xiao et al. (2022). This research
explores the driving factors for digital transformation in local government in China. The research was
conducted based on a framework that took three contexts: technology, organization, and environment.
To ascertain the variables influencing the intention to undergo transformation, the research model
identifies five independent variables. These include citizens' expectations and superior pressure within
the environmental context, technology readiness in the technological context, as well as organizational
efficiency and public service delivery within the organizational context. The findings demonstrate that
the primary driver of local governments' digital transformation is their level of technological readiness
(Xiao et al., 2022). Based on this information, government agencies in China should utilize digital
technology to its fullest capacity to facilitate digital transformation.

______________________

Environment Context

( Citizens’ Expectation
Efficiency

Intention to
Transform

[ Superior Pressure

Organizational J

Fig. 1. Conceptual Framework Related to Independent Variables of Organizational Readiness to Change

Next, the previous theory also found references to the article by Alolabi et al. (2021), which compiles
a conceptual framework related to variables that can affect readiness at the organizational level for
change programs. In the conceptual framework created, five independent variables influence the
organizational readiness to change, which is the dependent variable, one of which is the technology
variable, as illustrated in Figure 2 below. The study indicates that technology adoption is seen as a
crucial area for enhancing the effectiveness of organizational operations (Alolabi et al., 2021).
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Fig. 2. Conceptual Framework Related to Independent Variables on Organizational Readiness to Change

According to the theory and research findings, several gaps can be identified. First of all,
although research conducted by Xiao et al. (2022) has underscored the critical role of technology in
the transformation process and organizational readiness to change within Chinese government
institutions, it is essential to consider the context of different nations, cultures, populations, and
time. Specifically, the technology readiness index, as formulated by Parasuraman (2000), requires
comparative analysis when applied to diverse contexts. Parasuraman's index, developed in 2000,
was constructed based on a study conducted in the United States of America, involving college
students and young professionals surveyed online. Interestingly, it provides an opportunity to
conduct a comparative study to determine the measurement using employees of public organization
as respondents. The research conducted by Mauro & Borges-Andrade (2020) involved four
organizations in Brazil, with a total of 18 respondents, comprising 8 IT professionals and 10 HR
professionals. However, Mauro & Borges-Andrade (2020) indicated that the study employed semi-
structured interviews, conducted within both private and public organizations. Notably, within
public organizations, the implementation process was still ongoing at the time of the study. It, thus,
presents an opportunity for this study to be conducted where BPS, as a public organization in
Indonesia, has already implemented HRIS, called SIMPEG (Sistem Informasi Manajemen
Kepegawaian), as part of its HRM (Human Resources Management) technology readiness in the
context of human resource management. Furthermore, in the process of information technology
transformation in Indonesia, known as SPBE, BPS is recognized as one of the references in the
SPBE context, with a maturity index value in 2022 reaching 381, placing it in the "Excellent"
category (Indonesia, 2022). The BPS SPBE index value is one of the highest government
institutions, on par with the Ministry of Communication and Information (382), where the difference
lies in the fact that BPS has an organizational structure distributed throughout Indonesia, from the
Headquarters and Provinces to Regency/Municipality Offices stated in the Regulation (Presidential
Regulation No. 86 Year 2007 about Badan Pusat Statistik, 2007), which provides a more
comprehensive picture regarding public organizations in Indonesia. Therefore, this study will
elaborate on the gap identified and explained in the references above by determining factors or
dimensions related to technology readiness in the context of HRIS within Indonesian public
organizations, specifically in BPS.

3. Research Methodology

This study aims to identify the dimensions related to HRIS readiness in public organizations,
specifically those in Indonesia, one of the developing countries in Asia. Therefore, the study will apply
a cross-sectional survey through primary data, using a quantitative approach.

3.1. Sampling and Data Collection

Primary data was collected from one of the public organizations in Indonesia, namely the Statistics
Central Agency, also called BPS. It is selected as one of Indonesia's public organizations, for in terms
of organizational structure (Presidential Regulation No. 86 Year 2007 about Badan Pusat Statistik,
2007), BPS has working units or representativeness in each Indonesia geographical area, starting from
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the headquarter office, to representatives in each province, and down to the regency/municipality
levels throughout Indonesia. Furthermore, BPS has implemented the Human Resource Information
System (HRIS), known as SIMPEG, as HRM (Human Resources Management) technology readiness
in the context of human resource management. The target sample criteria in this study include BPS
employees with full-time worker status who already have an account and use SIMPEG BPS.

This research incorporated a purposive sampling method (due to limitations of time and workload
issues faced by BPS employees), which was commonly used in technology readiness studies
(Genoveva et al., 2023; Peng & Yan, 2022; Taib et al., 2022), targeting BPS employees throughout
Indonesia as BPS SIMPEG users, using the Microsoft Office Forms 365 link distributed via the
WhatsApp social media platform. The survey was conducted in two stages. The implementation of the
first questionnaire, with a quantitative approach, was carried out over five days, from February 10th to
February 14th, 2023, while the second questionnaire, again utilizing a quantitative approach, was
implemented over five days, from March 6th to March 10th, 2023.

3.2. Measurement and Data Analysis

For the first questionnaire, the study was conducted online, using a quantitative approach through open
questions. The first questionnaire consists of three parts, namely screening questions (two questions),
core guestions (one question), and respondent profiles (five questions). The core question posed was,
"What do you think about SIMPEG's readiness for HR management (human resources) at BPS?" The
second questionnaire was also carried out online, using a quantitative approach through closed
statements which were processed from the results of the first questionnaire. The second questionnaire
also consists of three sections, screening questions (two questions), core questions (fourteen questions),
and respondent profiles (five questions). The closed statements of the second questionnaire are measured
using a Likert instrument with a scale of 1 to 6 (even scale) to avoid respondents choosing a "neutral”
position or in the middle (Taherdoost, 2019). It consists of (1) “strongly disagree,” (2) “disagree,” (3)
“somewhat disagree,” (4) “somewhat agree,” (5) “agree,” and (6) “strongly agree.”

To determine the dimensions used to view the readiness of SIMPEG BPS as HRM technological
readiness, data processing is carried out from the results of a quantitative approach using Exploratory
Factor Analysis (EFA) (Hair et al., 2010). According to Ahmad et al. (2020), EFA is a tool that can be
used to analyse the strong correlations between a group of variables known as factors, components, or
dimensions. Williams et al. (2010) provided evidence for this claim by explaining that how EFA might
be used to condense a huge number of variables into a manageable number of variables (referred to as
factors, components, or dimensions).

The first stage of the EFA procedure begins with a sample size adequacy test. According to Hair et
al. (2019), two criteria are applied: Kaiser Meyer Olkin-Measure of Sampling Adequacy (KMO-MSA)
and Bartlett's Test of Sphericity. The KMO-MSA criteria value should fall within the range of 0 and 1.
KMO-MSA greater than 0.5 indicates that the data can be used for factor analysis. The second
criterion, Bartlett's Test of Sphericity, indicates that the value must be significant (p < 0.05) to
conclude that factor analysis is appropriate. The next stage is to use one of the extraction methods,
principal component analysis (PCA), to condense a large number of variables into dimensions.
Williams et al. (2010) stated that other methods, such as Eigenvalue and cumulative percent of
extracted variance, can be employed to determine factor extraction. This study employed all criteria
for the factor extraction procedure. The rotation method, a further criterion in determining factor
extraction, is related to the final stage. Oblique rotation was used in this study to represent
uncorrelated factors. Oblique rotation represents the complexity of the tested variables more
accurately because real-world constructs are rarely uncorrelated (Harman, 1976).

Moreover, the dimension from the EFA results was tested for reliability. Cronbach's alpha is a
commonly used and accepted measure for calculating reliability values; if the alpha coefficient value
is above 0.7, it can be considered reliable (Hinkin, 1998). Lastly, the results of the Exploratory Factor
Analysis are determined by labelling the components obtained based on several references as a
comparison and are also associated with theories or hypotheses from previous studies.
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4. Results and Discussion

4.1. Respondent Profile/Demography Respondent

Data related to the profile of respondents is intended to present a description of them in this study.
This research uses BPS employees throughout Indonesia as respondents because BPS SIMPEG users
are BPS employees who are distributed at Headquarter BPS, Provincial BPS, and Regency/Municipal
BPS Offices. From the implementation of the survey conducted, answers were obtained, totalling 126
respondents for the first questionnaire, and 207 respondents for the second questionnaire. Respondents
were grouped based on demographic factors in the questionnaires, namely: Working Unit, Position,
Gender, Age Group, and Education.

Firstly, it can be inferred from the following Table that the majority taking part in this survey were
BPS employees with undergraduate and master educational backgrounds (92.86% on the first
guestionnaire, and 74.39% on the second questionnaire). Secondly, concerning their positions, the
majority of respondents were BPS employees at the functional level, particularly in expertise, skills,
and general levels, totally accounting for 91.27% in the first questionnaire, and 87.93% in the second
guestionnaire. Thirdly, the equality distribution can be observed, in the context of gender and age
group characteristics, the respondents were distributed equally across each level. However, at the
working unit level, the percentage of respondents at each level varied due to different workload factors
(between headquarters and regency/municipality offices) during the implementation of the first and
second questionnaires. The number of respondents based on each characteristic is represented in the
following Table:

Table 1. Demographics of Respondents (Data Processed, 2023)

1% Questionnaire 2" Questionnaire
No Information Group Sum Percentage (%) Sum Percentage (%)
N =126 N =207
1 Gender:
(1) Male 65 51.59% 122 58.94%
(2) Female 61 48.41% 85 41.06%
2 Age Group
(1) < 20 years old 0 0.00% 0 0.00%
(2) 20-24 years old 4 3.17% 2 0.97%
(3) 25-29 years old 11 8.73% 18 8.70%
(4) 30-34 years old 27 21.43% 33 15.94%
(5) 35-39 years old 20 15.87% 48 23.19%
(6) 40-44 years old 20 15.87% 30 14.49%
(7) 45-49 years old 19 15.08% 26 12.56%
(8) 50 years old and above 25 19.84% 50 24.15%
3 Education
(1) Senior High School and Below 4 3.17% 30 14.49%
(2) Diploma I-111 5 3.97% 22 10.63%
(3) Undergraduate (S1)-Diploma IV 70 55.56% 105 50.72%
(4) Master 47 37.30% 49 23.67%
(5) Doctorate 0 0.00% 1 0.48%
4 Position
(1) JPT Pratama (Echelon I1) 1 0.79% 0 0.00%
(2) Administrator (Echelon I11) 6 4.76% 16 7.73%
(3) Supervisor (Echelon 1V) 4 3.17% 9 4.35%
(4) Functional: Expertise Level 68 53.97% 74 35.75%
(5) Functional: Skills Level 15 11.90% 38 18.36%
(6) General Functional/Staff 32 25.40% 70 33.82%
5 Working Unit
(1) BPS Headquarter 53 42.06% 17 8.21%
(2) BPS Province 24 19.05% 37 17.87%
(3) BPS Regency/Municipal 49 38.89% 153 73.91%

4.2. Exploratory Factor Analysis (EFA)

From the results of the collected questionnaire answers, coding was then carried out on the
respondents' answers by grouping/categorizing them based on the uniformity of the answers obtained.
The categorization of the answers to the questionnaire, using a quantitative approach for open
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questions, then becomes the basis for compiling closed statements in the next questionnaire that also
employs a quantitative approach. The closed statements that are processed consist of 14 categories,
namely: (1) Interface Visualization/Attractive Appearance, (2) Simple Design and Flow, (3) Fast and
Responsive Access, (4) Informative HR Data, (5 ) Complete and Up to date HR Data, (6) Informative
HR Archives, (7) Complete and Up to date HR Archives, (8) Benefits for Employee Needs, (9)
Benefits for HR Management Needs, (10) Ease in Making Decisions, (11) Adequate Supporting
Infrastructure (VPN, Network etc.), (12) Integrated with Other Systems, (13) Need for Additional
Features and Modules, and (14) Need for Development/Improvement.

Furthermore, from the implementation of Factor Analysis process, several Tables were taken as
output. The first is the Total Variance Explained Table. This Table represents the total value and
cumulative percentage in the extraction sums of the squared loading column, where the values
obtained consist of a cumulative percentage value of 73.777% (with a minimum reference of 60%),
and the total value of two components is 1.419 (above 1), respectively (Hinkin, 1998). The values in
the Total Variance Explained Table can be seen as follows:

Table 2. Total Variance Explained (Data Processed, 2023)

Rotation
Com Initial Eigenvalues Extraction Sums of Squared Loadings SS;S;Sr::j
ponent Loadings
Total Variance%  Cumulative % Total Variance% Cum;/u(l) ative Total
1 8.172 62.858 62.858 8.172 62.858 62.858 7.687
2 1.419 10.919 73.777 1.419 10.919 73.777 5.274
3 779 5.989 79.766
4 547 4211 83.976
5 463 3.565 87.541
6 .387 2.980 90.521
7 .280 2.154 92.675
8 .243 1.870 94.545
9 214 1.649 96.194
10 179 1.375 97.569
11 JA21 .928 98.497
12 110 .849 99.347
13 .085 .653 100.000

To categorize the components that make up the factor and compute the loading factor of each item,
the rotation approach utilizing varimax rotation is used. According to Hinkin (1998), the loading factor
must be more than 0.4; therefore, the data processing employs Factor Analysis using a minimum
absolute value of 0.4 with the Direct Oblimin Rotation Method. In the pattern matrix Table, there is
one item that has a value in both components, component 1 and component 2, namely item 10. Thus,
item 10 is then removed, and factor analysis is processed again, to measure reliability, with a
minimum component consisting of two or more statement items.

Based on the data processing, it can be observed that the pattern matrix table of 13 categories meets
the requirements for each component as follows: From processing, the output obtained is in the form
of a pattern matrix with the appearance of two or more components. There are nine items in the first
component or factor, namely items 1, 2, 3, 4, 5, 6, 7, 11, and 12. The second component or factor
consists of four items, including items 8, 9, 13, and 14. Details of the loading factor for each item are
presented in the following Table below:
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Table 3. Pattern Matrix (Data Processed, 2023)

Component

Items 1 >
S3 Fast and Responsive Access 971

S1 Interface Visualization/Attractive Appearance .879

S7 Complete and Up to date HR Archives 877

S2 Simple Design and Flow .857

S5 Complete and Up-to-date HR Data .853

S4 Informative HR Data .802

S6 Informative HR Archives .763

S11 Adequate Supporting Infrastructure (VPN, Network, etc.) .687

S12 Integrated with Other Systems .670

S14 Need for Development/Improvement .950
S13 Need for Additional Features and Modules .787
S9 Benefits for HR Management Needs .738
S8 Benefits for Employee Needs .696

Furthermore, after processing the Analysis Factor and its explanation, the study also conducts a
reliability analysis to ensure the reliability of the components formed from the results of the data
processing. From the process of reliability analysis, the values of all 13 factors formed is above 0.7;
thus, it can be stated that the components formed from this study are reliable (Ghozali, 2009; Hair et
al., 2006).

4.3. Labelling the Dimensions

After implementing the process of Exploratory Factor Analysis (EFA) and Reliability Analysis, the
two components/factors that have been extracted will be named based on references from previous
studies. In this case, the components of the SIMPEG readiness context in BPS HR management are
associated with related research from the information technology side of HR management, one of
which is HRM technology readiness. Upon reviewing the references from previous studies, the theory
related to technology readiness was put forward by Parasuraman (2000), where the Technology
Readiness Index (TRI) is measured using four dimensions with two groups: optimism and
innovativeness, which are considered drivers/motivators of technology readiness, while discomfort
and insecurity are included in the group of inhibitors. The TRI reference from Parasuraman (2000) has
been extensively utilized in research related to technology readiness (Blut & Wang, 2020; Erdogmu &
Esen, 2011; Nugroho & Andryzal Fajar, 2017; Odlum, 2016; Zaman et al., 2020).

Furthermore, Blut & Wang (2020) meta-analysis research comprising Technology Readiness,
indicates that Technology Readiness can best be conceptualized using the construction of two groups
of differentiating dimensions, the first being Contributors or those who make a positive contribution to
organizational technology readiness, consisting of optimism and innovativeness. The second group is
called Inhibitors or, also, challenges or obstacles in terms of organizational technology readiness,
consisting of insecurity and discomfort.

Contributors Inhibitors

1
’
1
! Technology |l¢—
! Readiness
Innovativenes
1
1

___________________

Fig. 3. Technology Readiness Index (TRI) (Blut & Wang, 2020; Parasuraman, 2000)

___________________

In addition, Mauro & Borges-Andrade (2020) research study reveals innovations related to HR
information systems that are important in organizations. The research was conducted on a combination
of information technology specialists (IT Professionals) and HR specialists (HR Professionals) in four
different organizations to identify the stages in the implementation of the HR information system. The
research results discovered the important or vital aspects related to the process of adopting an HR
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information system or HRIS, namely: The results of the system, characteristics of the system, the
implementation process, and the HRM model. Thus, from the two research references a comparison
can be made regarding the components of the results of the research carried out thereafter, serving as
one of the bases in the process of libelling the two components that have been obtained from the
results of research data processing.

Results of the
System

Characteristics of
the System

Technology
Readiness

Characteristics of
the
Implementation
Process

Adequacy between
System and Model

Fig. 4. Category of Perception in HRIS Implementation from HR and IR Professional Perspective (Mauro
& Borges-Andrade, 2020)

Table 4. The Dimensions Obtained from the Processed Results Are Being Compared with Related

References

(Blut & Wang, 2020; Erdogmu & Esen, 2011; Nugroho

Research Result (2023) Mauro & Borges-Andrade (2020) & Andryzal Fajar, 2017; Odlum, 2016; Zaman et al.,
2020) adopted from Parasuraman (2000)
1% Component: 1. Results of the System 1. Contributors
eFast and  Responsive | o “Enabling the Execution of HR | a Optimism
Access Process” o “Technology gives people more control over their daily
o Interface o “Individual Development of the lives”
Visualization/Attractive Employee” o “Products and services that use the newest technologies
Appearance o “Broadening of the View of the are much more convenient to use”
e Complete and Up-to-date Employees” o “You like the idea of doing business via computers

HR Archives

 Simple Design and Flow

e Complete and Up-to-date
HR Data

o Informative HR Data

o Informative HR Archives

o Adequate Supporting
Infrastructure (VPN,
Network, etc.)

eintegrated  with  Other
Systems

2™ Component;

o Need for
Development/Improvement

e Need for  Additional
Features and Modules

¢ Benefits for HR
Management Needs

e Benefits  for  Employee
Needs

o “Quality of the HR Processes”

o “Flexibility to Respond to Demands”

o “Autonomy for Employees to
Perform Operations”

o0 “Access to  Information
Employees and Managers”

by

2. Characteristics of the systems
o “Friendly and Familiar Interface”
o “Ease of Use”

o “Useful”
o “Stable”
o “Flexible”

3. Characteristics of the
Implementation Process
o “Application of Methods and

Techniques of Project Management”
o “Promotion of Actions to Increase
Peoples’ Confidence in the System”
o “Qualification of the Users”
o “Requirements Elicitation”

o “Organization’s Culture
Management”

o “Stakeholder Expectation
Management”

4.  Adequacy between System and
Model
o “Customization/ Parameterization”

because you are not limited to regular business hours”

o “You prefer to use the most advanced technology
available”

o “You like computer programs that allow you to tailor
things to fit your own needs”

o “Technology makes you more efficient in your
occupation”

o “You find new technologies to be mentally stimulating”

o “Technology gives you more freedom of mobility”

o “Learning about technology can be as rewarding as the
technology itself”

o “You feel confident that machines will follow through
with what you instructed them to do”

b. Innovativeness

o “Other people come to you for advice on new
technologies”

o “It seems your friends are learning more about the
newest technologies than you are [reverse scored]”

o “In general, you are among the first in your circle of
friends to acquire new technology when it appears”

o “You can usually figure out new high-tech products and
services without help from others”

o“You keep up with the latest
developments in your areas of interest”

o “You enjoy the challenge of figuring out high-tech
gadgets”

o “You find out that you have fewer problems than other
people in making technology work for you”

technological
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(Blut & Wang, 2020; Erdogmu & Esen, 2011; Nugroho
Research Result (2023) Mauro & Borges-Andrade (2020) & Andryzal Fajar, 2017; Odlum, 2016; Zaman et al.,
2020) adopted from Parasuraman (2000)

2. Inhibitors

a. Discomfort

o “Technical support lines are not helpful because they
don’t explain issues in terms you understand”

o “Sometimes, you think that technology systems are not
designed for use by ordinary people”

o “There is no such thing as a manual for a high-tech
product or service that’s written in plain language”

o “When you get technical support from a provider of a
high-tech product or service, you sometimes feel as if
you are being taken advantage of by someone who
knows more than you do”

o “If you buy a high-tech product or service, you prefer to
have the basic model over one with a lot of extra
features”

o “It is embarrassing when you have trouble with a high-
tech gadget while people are watching”

o “There should be caution in replacing important people-
tasks with technology because new technology can
breakdown or get disconnected”

o “Many new technologies have health or safety risks that
are not discovered until people have used them”

o “New technology makes it too easy for governments and
companies to spy on people”

o “Technology always seems to fail at the worst possible
time”

b. Insecurity

o "You do not consider it safe to give out a credit card
number over a computer”

o “You do not consider it safe to do any kind of financial
business online”

o “You worry that information you send over the Internet
will be seen by other people”

o “You do not feel confident doing business with a place
that can only be reached online”

o “Any business transaction you do electronically should
be confirmed later with something in writing”

o “Whenever something gets automated, you need to
check carefully that the machine or computer is not
making mistakes”

o “The human touch is very important when doing
business with a company”

o “When you call a business, you prefer to talk to a person
rather than a machine”

o “If you provide information to a machine or over the
Internet, you can never be sure it really gets to the right
place”

The comparison Table highlights several agreements with the dimensions of technology readiness
observed in previous studies. In the first component, there are similarities in the statement items in the
Contributors dimension group, especially in the optimism and innovativeness dimensions identified by
Parasuraman (2000). These findings are consistent with the results regarding system characteristics
studied by Mauro & Borges-Andrade (2020). On the second component, the results of data processing
were conducted; even though there is alignment with the implementation process and the HRM model
of Mauro & Borges-Andrade (2020), there are slight differences or new findings, where this
component highlights aspects more related to the sustainability of the development of the HR
information system itself.

Thus, following existing theories from previous research references, a labelling process was carried
out based on the understanding of the respondents, which means based on the perceptions of the
respondents at the BPS-Statistics Indonesia. Relevant perceptions were obtained from the results of a
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survey that was carried out in conjunction with HRM Technology Readiness through the question,
"How ready is SIMPEG BPS as Supporting Information Technology in HR Management at BPS?"
Therefore, the following dimensions can be named from the results of the components obtained:

Table 5. Labelling the Dimensions

No. Dimension Name I"ileom Item Loading Factor
1 Perceptions of the S3 Fast and Responsive Access 971
HR System S1 Interface Visualization/Attractive Appearance .879
Characteristic S7 Complete and Up-to-date HR Archives 877

S2 Simple Design and Flow .857

S5 Complete and Up-to-date HR Data .853

S4 Informative HR Data .802

S6 Informative HR Archives .763

S11 Adequate Supporting Infrastructure (VPN, Network, etc.) .687

S12 Integrated with Other Systems .670

2 Perceptions of the S14 Need for Development /Improvement .950
HR System S13 Need for Additional Features and Modules 787
Sustainability S9 Benefits for HR Management Needs .738

S8 Benefits for Employee Needs .696

4.4, Discussion

This research aimed to identify the factors that can determine Human Resource Information System
(HRIS) readiness, also called SIMPEG, in the context of technology readiness to support HR
Management in the Statistics Central Agency (BPS) as a public organization in Indonesia. In
comparison with the previous studies, the findings in this research specifically differ in several
aspects: The methodological and sampling approach, including the location of the study as well as the
dimensions found with its items sequentially.

The use of a two-stage questionnaire approach, incorporating both quantitative and qualitative
methods, allowed for a thorough exploration of the topic. One of the standout aspects of this research
is the sampling approach. By collecting data from the employees of Statistics Central Agency (BPS)
throughout Indonesia, including offices at different levels (Headquarters, Provinces, and
Regencies/Municipalities), the diversity and representativeness of sample is ensured, thereby
enhancing the generalizability of the findings.

The study identified two dimensions, namely "Perceptions of the HR system characteristics" and
"Perceptions of the HR system sustainability," to showcase the depth of the investigation. Moreover,
the novelty of introducing the dimension related to perceptions of the sustainability of the HR system
with different items, specifically with the S14 item, “the need for development,” and S13 item, “the
need for additional features/modules,” set the study apart from previous research references that have
been conducted by several scholars (Mauro & Borges-Andrade, 2020; Parasuraman, 2000). In
comparison, the technology readiness index, as established by Parasuraman (2000), was created in
2000. The study was conducted in the United States of America and involved college students and
young professionals through an online survey. On the other hand, the research conducted by involved
four organizations in Brazil, with a total of 18 respondents (8 IT Professionals and 10 HR
Professionals). Therefore, further research can be done to challenge the findings of these new items to
determine the compatibility compared with previous research conducted using the measurement from
Parasuraman (2000) or Mauro & Borges-Andrade (2020). This study, employing a new
multidimensional measurement approach and utilizing a mixed-method methodology, was conducted
within one of Indonesia's public organizations. The study, spanned across headquarters, provinces, and
regencies/municipalities in Indonesia, aims to contribute to and strengthen the concept of technology
readiness within HR management.

In addition, this study has surely some limitations regarding the supporting theories as there are
potential other theories that have not been covered in the research, particularly related to the use of
more public organizations. However, it can be argued that the study offers significant contributions to
the field of HR management and information technology readiness. The findings provide a solid
foundation for supporting several conceptual framework theories that have been found by Xiao et al.
(2022), and Alolabi et al. (2021), which have been proven as the critical factor of technology in the
process of transformation and organization readiness to change. Furthermore, the findings provide
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solid and well-structured dimensions for future research to test and validate these further. The practical
implications stress the potential to guide policy-making processes and support organizations in
implementing HRIS effectively.

5. Conclusion

This research is aimed at capturing the dimensions that can be used to measure organizational
readiness theory in terms of supporting information technology readiness in human resource
management (HRM). The study was conducted by taking samples from the employees of Statistics
Central Agency (BPS) throughout Indonesia (from Headquarters and Provinces to
Regency/Municipality Offices) by conducting two stage questionnaires. The first of which was carried
out using a quantitative approach with an open question, "How ready is SIMPEG BPS for Supporting
Information Technology in HR Management at BPS as a Public Organization?" which was followed
by a second questionnaire with closed questions where categorization/groups were taken based on the
answers from the previous questionnaire. The results of the research involve proposing propositions
from two dimensions that have been found: Perceptions of the HR system characteristics and
Perceptions of the HR system sustainability. From a novelty perspective, the emergence of dimensions
related to perceptions of the sustainability of the HR system has not been identified in previous
research references. With these findings, hopefully, testing each of these dimensions can continue in
further research.

Given the study's dimensions and their practical implications, it is recommended to concentrate not
only on the HRIS development process—as suggested by the first dimension (HR System
Characteristic)—but also on how HRIS can be maintained in the face of continuous advancements in
information technology, both internally and externally (HR System Sustainability) (da Silva et al.,
2022; Rajawat & Sharma, 2022; Sidek et al., 2022; Xiao et al., 2022). For instance, in the Indonesian
context, there are still several public organizations that have not yet implemented HRIS fully, as the
process of information technology transformation has become one of the prioritization processes
through an Electronic-Based Government System, known as SPBE. Consequently, the result of this
study can be used in measuring the readiness of organizations in the context of HRIS implementation
and also contribute to the policy-making process when formulating policies related to supporting
information technology readiness and the development process of HRIS.

5.1. Limitations and Recommendations

This research study has certainly some limitations. Firstly, it can be seen from the point of view of
theoretical limitations, where several theories related to technological readiness were only examined in
this study, not excluding the possibility of other theories that have not been covered in the research.
Secondly, the sampling technique used in this research, specifically purposive sampling, is due to time
limitations and also the high workload faced by BPS employees. While this approach can be suitable
for exploratory research, it is important to acknowledge that this sampling technique has limitations
and potential biases associated with non-probability sampling (Tansey, 2009). Thirdly, it is also more
beneficial to consider further studies complementing other research methods, such as qualitative
interviews or focus groups, to gain a more in-depth understanding of the factors influencing HRIS
readiness. Lastly, the items and dimensions obtained are the result of an exploration looking at the
HRM Technology Readiness aspect of the BPS, as a public organization or Non-Ministry Government
Agency (LPNK) in Indonesia. Thus, it is recommended that further research be carried out by
involving more public organizations in Indonesia (Ministries, Other Agencies, and Local
Governments) for the research to be generalized.
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